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THE STATUS OF WOMEN AT THE UNIVEKSITY OF OREGON

Report of an Ad Hoc Committee

Women are a very small minority in teaching and administrative
positions at the University of Oregon; surprisingly so, 1in view

of the greater numbers of womern being trained in this institution
fur similar occupations. Where they are employed, it is primarily

in departments and types of positions vhich are traditionally fe-
male preserves. In thie regard, the University of Oregon is no
different from most other institutions of higher education in the
United States. However, there are some current developments of

which the University may take advantage to ircrease the opportuni-
ties here for women. There are indications that the cdministration
is ¢ensitive to the necessity of honoring the values of equal treat-
ment and opportunity in the face of widespread discrepanucies, however
inadvertant. We are fully-aware of the complex nature of the decialon
making processes and the distribution of responsibilities in this
University system, and our suggestions bear that in mind. But we
fee'l strongly that the sproblem must be defined and met with flexi-
bility and fairness. In the end, there is a shared responsibility of
all withir the University who have the authority to do so, to meet
the basic moral and legal prineiples upon which public higher educa-
tion is based.

This report is presented in order to provide focus, ercouragement, and
some suggestions boward the task of eliminating the grave discrepancies
between the relative numbers and positions of men and women faculty at
the University.* It presents some initial data and findings about the.
status of faculty women, and to a more limited extent, that of women
students and employees. The data has been gathered from a nuwber of
sources, including administrative records, University catalogs, some
studies by students, and a survey of women teaching at the Ualversity
during spring term, 1970.

Current Position of Vomen

Women consthtute only 10.5 pércent of the full-timo, nine month,
teaching faculty at the University of Oregon. This is less than the
comparable nabional percentage reported for public universities with
Jaculties of this size. However, if all part-time instructors and
lecturers are included in the definition of faculty, women consti-
tute 13.3 percent of the Oregon faculty. (Table 1)

# We wish to thank INCFRES for providirg space, supplies and some
typing service to cacry on this effort} and additionally acknowledge
the support of President Robert Clarkj Dean Leona Tyler of the
Graduate School} and John Lallas, Assistant to the President; and
last but not least, Fred Mohr, Research Frograms Coordinator, who
acted in both the capacities of facilitater and mediator vhen ditfi-
culties occured. Anne Shoemaker has been invaluable for her
research and clerfcal assistance.
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Table One

Distribution of Females -~ University of Oregon

1969 ~ 1370
"”Eééaizy_.iétal 1}(.ale Female Facul%ﬁ Total ‘_Pema1e1-faﬁgi:§~;;i
_Rank 1 Faculty|Facultyl as % of Total |\Faculty) Faculty % of Total |
JTotal 1998 | 133 [ __13.3 | 635 | 67 | 10.5
Pror, 293 | 1| 239 |28 | 6] 29
Assoc, T ) o i . '"F’"'! i
CProf. 235 | 25 10.6Y 177 18 1 101 !
: Asgisb_ ] e T U SN [ S, .....I e - —— il
Prof. _leh7 . ko ) 0 1619 {189 1 25 | 13.2 |
; i : ! ;
i Instr. 5223 ! 61 ! 27.35 ' 63 ;. 18« 2857
A .

h. 1569~70 Urdversity of Oregon Catalogue
B. Payroll Bata - Full - time, 9 - month teaching sta:f

W3 3 3 3 N 3 3 X 3 3t 3 3 3 3 3 3 3 3 3 3 3 3 % ¥ %

YWomen are least represented, proportionately, at the highest faculty
rank. Among full professors, only 2.39 percent were vomen in 1962-70.
s Table Onn shows, the proportion of women declines steadily at each
nigher academic level. At tﬁe University o# Oregon, women comprise
10.6l; percent of assoclatc @rofeasors, 16.19 percent of assistant
professors, and 27.35 percent of instructors.

Another wa} of looking atthe relative position of woren is to compare
the distriburion of faculty ranks within each sex category. Among
academic women at the University of Oregon, 5.26 percent Ware full
professors, while 31.9 percent of acadamic men were full professors.
(Table 2). Almost one-half of the women teaching at this university
sre at the level of instructor. Among the male faculty members enly
about one-fifth are instructors.

Table Two

Percentage Distribution of University of Oregon Faculty
By Sex, 1969 - 70

Female Male
Total 100,00 {133) 100,00 (365
Professor 5.26 7 31.90 2286
Aesociate Professor 18.80 ( 25 2,27 (210
Assiatant Professor 30,07 ( Lo 23.90 520?
Instructor L5.86 { 61 20.93 (162

Sourca: University of Oregon catalogne, 1969-70
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Women faculty members are clustered in certain depsriments and profes-
sienal schools. Disciplines which are tradibdionally stereotyped as
appealing to wemen have larger proportions of femule faculty. English,
Home Econormics, Romance Langnages, German, Psychology have morc women
faculty memberi than other departments in the College of Literal Arts
(Table Three).” Substantially mors women teach in the professional
schools than in the College of Liberal Arts. The Collehe of Education,
among the professional schodls, has the highest number of women. VWomen's
Physical Education, Architecture and Allied Arts (all women are in art,
none in architecture), CSP4, Librarianship, and Husic have varying
numbers of women faculty,

At the cther extreme, there are eight departments in the College of
Liberal Arts which have no female faculty. They are Chemistry, Fconomies,
Geography, Geology, Hiatory, Philosophy, Religion and Speech. In addi-
tion the Hchool of Law” and three out of five departments in the

Coliege of Business Administration have no women teaching staff.

In the remalning University departments women sre a very rare minority,
one or two in alm 3t entirely male groups. These departments are Anthro-
Pology, Po)itical Science, Classics, and Japanese and Chinese, Sociolagy,
Mathematies (one Senior Instructor and one Instructor), and in the
College of Business Administration, Personnel and Industrial Management,
and Sgcrotarial Science. Biology 18 a special case. This department has
a female assoclate professor and a ferale instructor, neither of whon
have teaching responsibilities., In addition, there are six women rescarch
associates. Therefore, the propertion of women in Biology 1is misleading,
sirce oniv one of these staff can be considered tc bo on ths "regular
academic Jadder,' and she 1a classified as administrative rather than
teaching personnel.

Time Trends

Vomen were, in 1969 ~ 10, a smaller proportion of the University of
Oregon faculty than they were in 1930 (Table 3). The post World War LI
expansion in higher education was primarily an expansion of the

malo faculty. Although the number of women increased, the proportion
declined. This proportional decrease is particularly evident in some

of the professional schools which have had very rapidly expanding
faculties and which also have the largest absolute numbers of women on
their staffs. (Table 3) There has been a slight increase in thc number
of vomen in some academic departments during the last few years. Those
departments which have never hired women remain steadfast.

1, U.5. Dept. of Health, Education and Walfarej Office of Education.
Teaching Faculty in Universities and Four Year Colleges, 1962-63.

2. University catalogues were used to prepare this table, sinae they
were tho most avallabdle source of information. However, temporary
appointments, graduate students acuing as instructors, and other
non-regular faculty, are not identified as such in catalogued. Ih
order to achieve comparability, we counted all females listed. This
inflates the numters and percentages of women on the regular faculty.

3. The School of Law will have a woman as a part-time faculty member
during the 1970-71 academic year.




Tenle 3

Faculty Sex Ratio, (Female Faculty/Total Faculty*)
By Department for Years 1930, 1940, 1950, 1960, 1965, 1970

College of Libheral Arts Year
~__Departrment 1930 1940 1950 1860 1965 1968-70
fAnthropotogy n 0 0 0 .07 .05
Bioloay .43 0 .16 .05 .03 16
Chamistry 0 .25 e 0 .08 .02
Classics .60 .50 .25 14 .33 .25
Economics 0 0 0 0 0 0
English .19 .31 .30 .2n .22 .24
Geography -- 0 .25 0 0 0
Geology 0 0 0 0 0 n
German 0 0 .25 -- 15 32
History 0 .10 0 0 0 0
Home Economics 1.00 1.00 1.00 1.00 1.00 1.00
Mathematfcs 0 .25 .40 07 1N 03
Philosophy 0 N 0 0 0
Physics 0 0 0 0 0 0
Political Science 0 0 0 .10 04 05
Psychology ] 0 0 .05 07 10
feligton -- -- 0 0 0 0
Romance Languages .22 29 A7 -- - 28
Sociology 0 0 n 0 .05 10
Speech -- 0 06 0 0 08

Professional_Schools
Architecture and
AMled Arts A6 .09 Y .03 .08 .08
Business Administration .08 0 .23 .07 0 10
CSPA -- -- - -- - 15
Fducation .50 36 .35 .25 .25 .19

Includes all teaching staff listed in university catalogues for
the respective years, 1n:luding Instinctors and Research Associates.




Table 3 {continued)

Professional Schools 1820 1840 1950 196D 1965  1969-70
Health, P.E. and
Recreation .35 .22 .33 .33 .28 .26
Journalism O .09 0 0 n? .06
Law 0 0 0 0 ] 0
Librarianship - -- -- -- -- 42
Military Science -- 0 0 0 0 0
MUSiC -~ -53 -29 -]] 104 -08

Total A7 21 .21 .13 .12 .13

Soorcet University of Oregon Catalogues for 1930, 19,0, 1950, 1960,
1965, and 31969-70.

)(Xxll)ﬂX)t)(xxxx)(XX)&KKK\U(MXHNNN)(N)’n)mnxxuuxnnxuwuln:lunnmuuuumxuunuuwrwux)mn)nnh

The nepotism rule, which excluded some wemen from regular appointients,
was administratively suspended in 1965, This has made it possible
for a few women to move into regular academic ranks and to be promoted.
The suspension of this rule was a clear siep forward. However, the
number of women affected was so small that it does not markedly alter
the rolative proportion of women on the faculty.

4. This was a by~product in response to the recormendations of the Com-
mittee on Education for Women appointed by the Dean of Faculties in
December, 1963. The committee had addressed itself primarily to such
subjects as how to help mature women resuming their cducatinn at the
Uriversity, changed needed in the curriculum to eliminate differential
treatment by sox, the role of the Home Economics Department in the
Literal Arts College, the guidance and counseling of women students,
and the creatim of an applied social science school. They did not
undertake a survey of the status of women at the Unlversity. It
has come to our atteniion that there was a similar committee which
rendered a report in 1953. This cormitteo did take a survey of women
seniors and alumnae concerning their views on the curriculum.

S




To ¢construct an estimate of current trends in the hiring of women, ve
summarized administrative data on requests for authorization to hire
faculty during the academic year 19569-70. As Table L indicates, thereis
no evidence of any emergent change in the proportion of women on the
faculty. Almost fox teen percent of the requests for authorization to
hire were for women faculty members. This is almost identical with the
proportion of women on the faculty in 1969-70, (13.3 percent). In
addition, all but one of the requests for women were at the lower
faculty levels (Table 1),

Salary

At every faculty rank women earn mean salaries which are considerably less
than their male colleagues. (Table 5) In current hiring, they are still
being offered less than men at the same level, although there are
exceptions (Table 4). We attempted to match female and male faculty

in terms of academic degree, department and date of hiring in order

to get a moie valid comparison of career patterns, including promo-

tion and salary increase rates. Because of the small number of women

end the differemces in female and male occupational careers, it was
irpussible to match suceqssfully, However, there were strong suggestions
that the career lines of women at the University tended to be 'lowor

and slower.” In our Questionnaire survey, salary inaddquacles were the
most frequently mentioned problems of women faculty, This informaticn,
together with the aggregate data in Table 5, leads us to conclude thei
the status of a rare and frequently isolsted minority carries with it
real material disadvantages for women at the University of Oregon. Some
of the factors related to this inequality will be discussed kelow in

our description of our survey findinrgs.

Attrition and the Source of Supply of Female Faculty

Nurerous studies® have documented the fact that at each more advanced
level of the educational system the proportion of females in the student
population declines, This is true of the University of Oregon also (Table
6). Consequently, the pool of trained women becomes increasingly

smaller than the pool of trained men at each succussive level of
attainment, The a¥sence of women on faculties probably helps to perpe-
tuate the wxtreme attrition rate of females. With so very few available
role nodelsof orking women professionals, potqmtiel women scholars may
seo no realistic fubure in an academic capger. Since cultural and social
pressures heavily erphasise that success for a woman 1ies exclusivsly

in the traditional female roles, 4t has been the very rare woman who

has peresevered all the way to an academiccareer., New wayc of resolving
this cultural contradiction are developing, articulated by the demands
and consclousness of the current women's movements, More women in higher
teaching positisns and 4n top administrative posts should eventually
demonstrate the existence of equal opportunity for competent women and
provide both incentive and authenticity to our acadenic training progrems.

—

5. The table compares average salary of total faculty with that of
women faculty. If tho comparison were with male faculty alone, the
discrepancy would be even greater.

6. American Council on Education, Fact Book $n Higher Education, 1967-
69, Washinton, D.C., U.S. Government Printing Office. U.S. Dept. of
Labor, Trends in the Education of Women, June, 1966, U.S. Degt. of
H.E:W., Office of Education, Periodic Statisties on Opening Fall
Enrollments; Earned Degrees Conferred, and Employees inm Institutions (J
of Higher Fducation,
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Table &

Requests for Authorization to Hire: University of Cregon

1069-1970

Sex Averaqe 9 Months
Faculty Status MTE R salary F
Professor 7 0 $20,428 -
Visitina Professor 6 0 17,41 -
Associate Professor 10 1 ( 9.09)** 14,650 16,000
Visiting Associate 2 0 13,560 -
Assistant Professor 34 3 ( 8.11%) 11,900 11,333
Visiting Assistant 14 N 10,162 -
Instructor* 8 7 (46.7%) 7,450 5,291
Visiting Lecturer 3 0 10,133 -

Total 69 11 (15.75%)

*Asthorization to hire vas requested for six of the females and three
of the males on a 12 rionth basis. Twelve month salarfes were pro-
rated on ¢ 9 month basis for this table. Request for a twelve month
contract may indicate that these wer2 administrative rather than
teaching staff.

**phurbars 1n parentheses fndicate fermales as percent of total in that
category.

P S R R Rt I I R SR R X
Table S#

Salaries of 9 Month Full-Time Teaching Stall
as of July 1, 1969 -~ Woman and Total Faculty

Frof. Assoc. Assist. Instrue. Total
Prof. Prof.

Collene of Liberal Arts
Fean Salary of Total 18,739 13,347 10,881 9,196 1,272
Mean Salary of Women - 12,384 9,861 8,130 9,612

of essfonal Schools
F—em-n_.a ary of iotnl 17,h01 13,29 10,799 8,L64 13,091

Mean Silary of Women 16,119 12,696 10,.79 8,843 1%, b2k
Total Unlversit

Néan Balary of gotal 18,200 13,318 10,847 8,708 13,709
Mean Salary of Wonen 16,119 12,6k 10,010 8,845 10,838

Q
]El{Jf: ¥Dus to buresvcratic delay, «c have had to use last yoars figures.

r!
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Is there a source of supply from which to begin the process cf recruiting
more women? An adequate answar to this requires a detailed analysis of
Ph.D, production and career patterns in the various disciplines. Many
departments at Oregon do not have female staff proportional to the
production of female Ph,D.s in thelr fields., They also do not have

women staff proportional to thelr own gracduate students. (Table 7)

Table 7
Percentages of Women Faculty and Oraduate Students in

Selected Disciplines at the University of Oregon,
Compared With National Percentages of Supply

Discipline Faculty, &Women Grad £ Women Ph.D.s.
% Women, U of 0 Students, U of O National
Anthropol ogy 5% 268 T 23.9%
Blology 16 27 29.07
Chemistry 2 11 &
Economics ¢ Y 1
English 2k L3 27.4
German 32 38 23.9
History 0 18 13
MathLematics 5 19 6
Philosophy 0 0 9
Political 5 19 - 11.3
Seience
Psychology 10 30 22.5
Sociology 10 16 18.5
Speech 8 18.%
Architecture and 8 26 A e
Allied Arts
Journalism [ 21 15.6
Litrary Scienne L2 72 31.8
Music 8 18 .5

# Includes instructors and research assoctates, without whan these
figures wonld te sharply ent in mary cases.
'3
Y
«xFor Fine Axrts and Applied Arts ’




Administrative Staff

There are 3 women among the 38 Officers of the Administration in th%s
Iniversity. Two of these are the Director of the School of Nursing
and the Associate Dean of Students, who deals with women. 7 Only the
Dean of the Graduate School is %ii a position of inflvence in regard
to general policles. Thus, women are not egually represented in top
administration.

At lower administrative and civil sarvice levels women are undoubtedly
disadvantaged. For example, in a study of Civil Service employees at
the University of Oregon in 1$69-70, it was found that the mean wage
for women was $5091, while the mean wage for men was $7952. (Figure 2)

A number of women in lo¥dr level administrative jobs got in touch with
us while we were doing this study. They had complaints about pay
discrepancles, difficulties in getting promotions and jow insecurity.
Most were very hesitant ebcut taking any action because of fear of
reprisals or embarassment about publicity.

We did not study further the situation of women in these categories.
However, such a study,action will be a necessspy part of eliminating
sex inequalitles at the University of Oregon.

Survey of Faculty Women

The data defining the existence of de facto sex segregation at the
University of Oregon has been presented in the preceding scctions

of this report. Before emsarking on the findjngs of our own survey

let us recapitulate brieily.

Women are a small proportion of the faculty ; they are undersrepre-
sented at the higher faculty level; there 1s considerable segregation

02 women in certain schools and departments; their pay is on the

average lower than that of menj data on 1969-70 hir.qng indicate no
change in these patternsjthey are underrepresented in the Administration.

Is this situation the consequence of discrimination agalnst women or
is it,rather, the consequance of socialization and decision procerses
which channel women away from academic pursuits? She answer is ,
undouhbtedly, both. A long process of attrition and exclusion, both
by self and others, leaves & small group of survivors. We asked Oregon
women, the actual survivors and those still aspiring, in a mailed
questionnaire some questions about their professional careers.

Career patterns, constrieted from questionnaire responses, may help
to identify ways in which the university might take steps to more
adequately recrult and employ women as well as the men, who are
currently so strongly favored in thesce processes.

in April, 1970, we surveyed all women faculty members who are primarily
teaching staff, 1.e.,, not primsvily graduate students or researchers,

The total population surveyed was 103, We received 68 responses, a
response rate of 66 percent, Two addititional replies were received after
the data had been tabulated. Our respondent.s were distributed through the
faculty ranks in proportions almost identical with the distribution of
full-time, nine-month, female teaching staff in Budget Department records
(Tedle 8), Therefore, we infer that our replies adequately represent

this sefmert of University of Oregon women.

7. This Is uslng the Catalcgue count vhich includes the Medical School.
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Table 8
Academic Women.s..sU.0f 0.

Highest Degree and Faculty Rank

Assoc. Assist.

Highest Pegree  Prof. Prof. Prof. Instr. Other Total
Ph.D, 6(75.08)  13(81.3) 11(h2.3) © 1(50) 31(L5.6)
M.A, 2(25,02)  2(12.5) 15(57.7) 16(100) 1(50) 36(52.9)
B.A. 0 1(6.3) 0 0 0 1(1.5)

Total 8(100%) 16(100%)  26(1008) 16(100) 2(100) 68(100)

LR IR B B R BN O R 3R R IR R OBE BRI R BE R IR R IR O B N R R A AR K O A

Characteristics of Respondents

Education. A1l but one of our respondents had either a Doctoral (L5.6%)
v or a Masters (52.9%) degree (Table 8). Almost all of the
Ph.D.s were ermployed at the level of Assistant Professor or above. At
the same time, no wonen instructors had more than a Musters degres.

Most respondents had obtained their highest degree more than five years
ago. The largest group (42.6%) received their last degree 12 or more
years zgo. There wera, howeser, some differences hetween Masters Degree
holders and Doctorel degree holders in the namber of years sknce
they recsived thelr degrees. Fifty parcent of those with Masters degrees
had had these degrees for 12 years or more, while the largest percentage
of women with Doctorates received their degrees within the last four
years preceding our survey. The figures indicate that it is becoming
moro usual for new women faculty members to have doctoral degress.

Faculty Rank

A nurber of dbservations abovt thie academic rank of women faculty have
already Yeen made. The swall number of instructors on full-time or
regular appointments im en additional ebservation to be made here.

In the past pithways for wamen have been not only Yeither up or out,"
but thers have been a number of alternatives as whll. Some women have
remained at the lower levels of the faculty and have even heen

granted tenuro as well., These we will call Permansnt Peripherals. Some
have been availavle "on ciall" but have never achieved regular faculty
status. These are the Marginal Professionals. Throughout, thers have also
Yeen & pey crop af faculty women who expeet to progress , often “*tempting
to combine other roles with that of faculty member. We call these
Neo-Traditional Hopefuls. Thoss very few vho Lave earned promotions

83 well as survival will Weo termed Mainstream Professionals. An
analysis of the number of women who have been at their preseat rank

for 8ix or more years confirms the presence of the Permanent Peri-
Fherals. Sore 19 faculty members were in thls category. Three of these
were full professors, Jeaving 16 or 23.53 percent whe could we con-
eldered to e at a dead end. We vcould not get comparative data for
males, but we doubt strongly that almost one-fourth of the fsculty men
were thus iocked in non-promotional positions. Only four of these 16
were instructors or senior instructora, while 10 were assistant pro-
fessora. Although they ere a minority of whmen academics, they do re-
present one of the femile career patterns found in higher education;
the faculty member vho teachea for many years bit alwaye remains in a

IV




subordinate gnd poorly rewarded position, whether by her own choice or
due to force of circumstances. In any case, ons may wonder how these
situatisns are percelved by women students considering professional
careers.

Mobility, Stability, and Recruitment

In a number of cther respects, the professional experlences of our women
faculty are similar to those of the male professional. Our data indicate
that these women have a high degree of mobility and a large majority

had been in present rank for five years or less. Almost as large a
proportion had been professionally active for 12 years or more. In addition
most have been steadily employed here since they first obtained appoint~
ments, and a large majority have full-time appointments.

Although the snrvivors are, in many ways, similar ‘o male academics, a
good number have arrived in thair present pasitions through diffevent
routes than men. Twenty-three percent of our women respondents were
hired because their husband got a job at the University of Oregon.
Three of our respondents stated that they were hired both through ths
regular process of academic hiring and hecause of their husband's Job.
Two wrote that neither she nor her husband would have come here if
there had not been joba for both of them.

Professional Activity

Most women faculty members at the University of Oregon sperdt the major
part of their time in teabhing. Thirty percent spend almost all of

their time teeching (fiom 80 percent to 100 percent of work time),

while snother LU percent spend most of their time in teaching

(fron 50 percent to 80 percent of work time)., Rescerch 1s a less
important activity for most women faculty membefs. Forty-five

percent of our respondents engage in no research, Another 13.8 percent
spend less than 50 percent of their time on research. Adminiscrative
roles are alsc less frequently performed by the faculty wom-n. Alrost
half of these woren respondents perform no administrative tasks while for
L3.8 percent that is an sctivity which involves them less thath 50 percent
of the time.

Most women faculty at the University of Oregonr have publiched articles
in their fields ard have given papers at profession.l meetings, but
only a minority have written bocks. Some women have been very:. .
productive in the traditional scholarly sense. Four women have each
written six or more books. Thirty-four percent of our respondents had
published five or more articles, and almost 32 percent had delivered
8ix or more papers at meetings. ¥We wonder if this range of performance
1s not comparable to that of the male majority and that stereotypes
ebout sex differences in professional performance have no basis in fact.
The professional activities of women faculty are reflected in different
career patterns described beloW:

MHarjtal Status

The majority of womon faculty members at the Univeisity of Oregon are
narried ("ible 9). However, the proportion of wmarried women %stngle,
divorced :nd widowed combined) is probably much higher Shah the
proportion of ummarried men on the faculty. This ies the casa in naticnal

i
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data on college and undversity faculties. There is no reason to think
that the University of Oregon is much .different. This is particuvlarly
clear at the level of full professor where six out of the eight women
responderis were unmarried. The distribution of married and unmarried at
the other faculty ranks was more balanced. This may suggest a changing
pattern =t Oregon. Or it could also mean that married women are
1ikely to stay at the associate or lower level, or drop out. Are we
witnessing, in cross-section, a selection process in which only the
women able to commit their attention exclusively to their career reach
the highest position? We can't, of course, answer that question solely
from these data. However, there is some indication that more who ore mar-
ried may, in future, be among the surviving faculty women. At the
associate level, 1l of our faculty respondents had been in renk -fer
five years or less. Many of them had been promoted to Associate
within the last me to three years. Almost two-thirds of this group were
nacried (Table 9) It 1s pcasible that many of them will be among tlrér
full professors of the futurs,

Table 9

Number of Years at the University of Oregen
by Faculty Rank and Marital Status

fears at U of 05 One to Five 5ix and Over }
Faculty Rank Marital Status Marital Status
_ Married Un~ No Info || Married _Un~ No Info
Pr Of . 2 0 o 3 _..O.._. -
Kssoc, B -
Prof. 8 1 L {1 1 2 | o__ ..
Assist,
Prof. 9 6 1 3 5 2 ...
Instr, and
Other 0

6 | .6 2 Lo o [ 0
Total % iw |y b8 jw 0o

<7
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Reports of Discrimination

Experience with discriminstion because of sex was reported by almosl

i3 percent of the rospondents to our questionnatre (Table 10).

Faculty rank scems to be relatod to reports of sex discriminstion, l.e.,
75 percent of full professors sald they had experienced Job difficulties
because of sex, S6 percont of associate professors reported such pso-
blems in their professional lives, while oniy 35 percent of assistant
professors and 19 percent of the instructore sald they had had diffi-
culties because they were female,

We have tried to interpret this pattern by examining qualitatively the
answers to our question about diecrimination, since the number of res-
pordents in the survey, (as well a3 the number of women at the Univer-
sity of Oregon) was too emall to make statisbtical analysis useful,



Our interpretation, generally stated, is that women at the higher
ranks, 25 they become a smaller minority, both objectively are
confrounted with, and subjectively are more aware of, disadvantages
due to sex. Some uomen are keenly aware of sex €lscrimination through-
out their careers. However, at the lower ranks, women who are married,
especially, may not see themselves as fully committed members of the
scademic cormunity, or they may accept their handicaps as "natu:ral'.
Therefore, they may attribute lack of progress to low peramonal
commitment or to the inability to compete and to make demands as easily
as the males, rather thék to detect discrimination in the academic
system which restricts them. For example, one respondent stated in
response to the question about sex discrimination:

'Hard to appraise, especially since I haven't found

time to publish while teaching and raising & family

of four.
And from another respondent:

‘No. I have not experienced any discrimination, but

I have not really found myself in circumstances

where 1t would have been possible to be discrimin-

ated against. I have not really been in a competitive

situation,'
Several other respondents, none above the level of assistant professor,
and several who have not been promoted for more than five years, even
thoughy that belug a woman is an advantage in the academic world or

chat the problem of the disadvantaged position of women is insignificant.

More women, however, report various kinds of discrimination. For
examplet
'Several of my former doctoral cendidates are full
professors and have not published as much as I.
I have become discowraged and foel it is definately

a "Man's World."* (from an associate professor)
and, ‘Yes =~ low salary (being rectified, I thinkg. Kept
away from business "parties." (assoc. prof.

'Yes -~ the usual " I want & man for the job."'
(assist. prot.)

‘I don't really think so, except perhaps in salary
and length of time it took to gain advancement'
professor)

'My beginning salary is about $2,000 less than the

going rate for people in my erea. This discrepancy

is not because I am a woman, but because I am im-

mobile, i.e., my husband 18 a faoulty member and I

cannot freely accept offers in other parts of the
) country ' (asaist. prof.)

'Lower salaries consistently; not hired because a woman...

In some departments where there are severdl women faculty, there seenm
to be particularly severe problems. For éxamplel

-
, }
b
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' Women are given little, if any, opportunity to teach
in the professional or graduate programs, to advice
theses, or to have any say about curricular development.
The women are the last to be considered when salary
raises are fosthcoming (mostly on the basis tha'
women do not have arny responsibilities other than
themselves, which is certainly not the case in many
instances).'

Female faculty experiences with sex discrimination are summarized in
Table 11.

Table 10

Academic Rank and Perceived Sex Discrimination
as a Student or Faculty
Member
Prof. Assoc. Asst, Ihstr. Other Total
Some Disceimination 6(75%) (9(56.3) 9(8L.6) 3(18.7) ;2 i.zg(bz.b)

No Answer 1012.5) [2(12.5) | 6(23.1)] 3(18.7) %o 112(17.7)
No Discrimination 1(12.5)|5(3].1)i11(q3.u)00(62.5) o ‘27(39-7)
Total a(1ooz)! 6 i 2% 16 2 !68(100)
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Table 11

Problems reported by Faculty Vomen -~ U of O

Type of Problem Number Reporing Percent,
Multiple Problems# 11 6.7
Pay 8 26 . 7
Pronotion 3 10.0
Difficulties getting a job 3 10.0
Lack of bargaining power 2 6.7

as a faculty or student wife

Problens as graduate student 1 3.3
Disadvantages in %eaching 1 3.3
asgignments
Lack of resources (Secretaries, 1 3.3
T.A. 5) .

Total 30 100.0

#ultipie problens lneiwde varlous cambinstions of the rpecific ones listed
R R R N R R e R
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Summary -~ Cgreer Palterns of Survivors

We have described only the survivors. Missing are allthose who might have
+tavght at the University of Oregon if opportunities had teen available
and all of those who were oncs on the faculty here but left, some -

or possibly many - due to difficulties related to their sex. Cur
description of the position of women at Oregon is, therefore, incom-
plete., However, we can identify at least four career patterns among

the women who do teach here. They were identified as Maln-siream
Professionals, Marginal Professionals, and Neo-traditional Hopefuls.

Main-stream Professionals are currently the few lucky women who have
career histories which are much like those of men. They are committed to
their work and expect to meet the same performance criteria as men.(i.c.,
"up or out™). In the past they have often been single, since marriage -
produces multiple disedvantages which almost always removeda woman £rom
this category. These disadvantages were exposure to nepotism rules,
necessity to move in response to husband's career needs, the time consunirg-
duties of wife and mother. It has been said that for some time in the
U.of 0.'s recent past none of the very few women full professors

was married. Now there are some married women who can be identified

as Main-stream Professionals. They no longer are excluded by nepotism
rules, they probably often do not have children, and they tend to have
hisbands engsged in similar or supportive-type careers.

Permanent Peripherals ("stay where you are") are those academic women
who are permanently located in a relatively low level position. They

do have security, even tenure, but van never expect to advance. They are
often primarily teachers, but may have other duties as well.

The Marginal Professionals ("don't call us, we'll call you") are a
locally avalilable professional labor pool, must typicklly because
of marjtal and family ties which confino them to local work oppor-
tunities. They are very conveniently ucei in an ad hoc manner by aca-
demic employers bestt with budgetary anrJg last minute personnel pro-
blems. They are the f411-in personnel, ausigned to courses which
have unexpectedly letge enrollments or which are unexpectedly not
covered by other faculty. Their services are also relativeiy cheap,
because they are not accumulatling pay advances as are those on the
regular academic ladder and can thus be employed at the lower
rates,

Neo-traditional Hopefuls are those who are combiwing an academic
career with the traditional female wife-mother occupation, or who

do not anticipate barriers when they become married. Many of them
are saccessfully teaching, researching, and writing as well as
cooking, cleaning and bearing children. Our qQuestionnalre did not
allow us to assess the costs of this cumulative set of role demands.
Ve know they are great. In addition, few people can perfornm such
multiple tasks and compete successfully with the men who can con-
centrate so. much more of their attention on one job, aided iw®° many
ways by a wife at home. We believe tha® for many of these faculty woren
this 1s a transitory career stage; they will probably become Main-
strean Professionals or permanent Peripherals. Some will probably
drop out of academia. A longitudinal study of the career progression
of this faculty would contribute to our knowledge of the attrition
process, the end product of which has to this podnt, resulted in a
grovp of full professors of which only 2.39 percent are wonmn.
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The career patterns we have descrited are adaptations to this par-
ticvlar academic system as it has worked-with its strong emphasis en
resesrch and publicstion and its demands for highly energetic pro-
fessional competition (hustling). It has become trite to point out
that adherence to these criteria mnd demands cannot always or con-
slstently be equated with good scholarship and high quality teaching.
But we add that, up to now, it nas worked extra hardship upon «.ble and
aspiring faculty women. In addition, men, as well as women, feel pushed
and r=ychically impoverished by such demands. Men get ulcers and other
symptoms of skgggs, but more of the women drop out. Women under past
conditions had, difficulty adapting than men. The problems are detailed
in the following quote from one of our respondents?

'Wiith no offense intended, may I point out that
your questionnaire may be rather approprlate

for women who are content to become ilke wen
within the system: with the change of two words
("husband" %o "™tfe"and "woman" to "man®), a

male colleague could snéwer this as well as can I,
Since, however, I am happily a wife, a mother, and
a teacher and future scholar -- as well as being a
very concerned member of the community -- and
since I abhor pthe system as it is (the presently
established academic system in particular), I

feel that your survey is not enough "to the point!

Please note, therefore, that although I have not

yet published, in the four years I have been hero

I have completely researched and written a doctoral
dissertation and received my doctorate; that I have
had one child amd more than one pregnancy; that I am
necessarily as much of a faculty wife as any other;
that I am being judged according to criteria
(professsional meetirgs attended, papers published,
etc.,) that I cannot possibly satisfy if I am to

be a decent wife and mother, and not enough weight is
being given to that very area where I know I can

and do excell (teaching); and that I gat very tired of
having male colleagves asked to speak in my behalf,
from the very top of .the University to the bottom.'

In the recommencations which follow, we focus not only on explicié
barriere to the hiring and promotions of women, but look also at ways

in which greater flexibility and greater choice of productive and
satisfylng career patterns might bte developed for both men and women.

There 18 no such thing as 'separate but equal.” Measures to equalize

the position of women are needed, but they mhst be temporary. Those changes
vhich are permanent should provide increased options for msn as well as
twereen, in pursuing careers which contribute effectively to the University
&nd soclety in which they work. t
(VA



RECOMNENDATIONS

). Establish a reaular reportina proceduye bv which those respons -
ible Ir the Unfversity -- and those interested friends and crig?cé—
can monitor the chanoing status of women in the Universitv.

Note: The data should he relevant and effective. Thus the
reporting system must he thouohtfully viorked out. WNe
suggest HICCHE as a possible funding source, through {ts

persénnel classification manuals project {the "Base MIS")
or some other educational or governmental fundina sources.

2. Create a standinn committec of the Unfversity on the Status
of Homen, which will independéntiv evaluate the reported data,
will continue to consider the recurrent and nev avestions, which
we have only slightly considered here.

Nete: This cormittee must he reflective of the youncer
talents and interests of the larqer "new" sunply of faculty
vomen, not just the old-timer Mainstream Professionals.

We suggest that it also have a rotating merbership arranae-
ment to ensure ner blood and a fresh outlook, as well as
experience and knowledaability,

3. Establish a grievance and mediation procedure with adeigaq;
safeavards to ensure confidentiality.

Note: This must be a helpful and effective problem solving

device. Obviously 1t must fnvolve persons who are anpropriate,
concerned, and skilled in this type of task. There must also
be available sufficient resources (i.e. time, salary, facil-
ities and assistance).

4. Development of new erployment policy quidelines which de-
partments and other emplov agencies of the University will

be expected to follow.
The folloWing are suogested:
a) Establish an eaufty fund to equalize salarfes and vages
of female employees.
b) Provide for work on a part-time basis With all the status
and henefits accorded to fuli time emnloyees.
¢ Provide for parenthood and family sick leave for all
employees, men &nd women alfke.
d) Undertake special efforts at recruitina qualified women
faculty and adninistrators, especfally where there {s present=
ly strong male dominance.

5. _1pvoIggrwomen more effectively”[g_gsglitgg_pnd po\iczqggigg
rOLES “ast a11 levals of the UniVersity orqanization.
Note: Whereever possible the President and other responsible

Unfversity officfals should make this goal explicit to whoever
apoints commitices, etc.

11



6. Take further steps to create day=care services sufficient
to serve any fam{ly in the Universitv community.

7. Undertake more aggressive recruitment of fermale underaradui-te
and graduate students Into "male™ disciplines.

8. Expand counselina (qroup as well as individual) services
for women with a view to €ncouraging them to enter ned occupations
and to examine alternate 1ife styles.

9. Review the grantina of assistantships and fellowships in each
department and school with redard to equitable distribution.

10. Study and ;make recommendations with reqard to additiona)
problem areas includina: content of curriculum ggfﬁ regard to
rwomén, research support and other aids to scholarlv performance,
the ' .nure ard promotion svstem, continuance of a research and

information center on these and related subjects.

oo



APPENDED TABLE
1-, 5-11 12-20 21+ 1~ 5-11 12-20 21+ 1-4 5=-11 12-20 20+

Prof. 0 3 2 3 0 0 2 6 3 2 1 2
Assoc, 2 6 2 0o 2 6 7 L 9 2 1
Asst 10 6 s 5 7T 6 8 h W 8 1 3
Instr. 4 6 3 3 3 ¢ 3 s 1 1 0 2
Other 2 0 0 O 2 0 0 o 1 1 0 0

18 21 16 13 12 13 19 22 29 27 L 8

*Note what this table implies. A very large proportion of the academic
viomen curxently at the University of Oregon are mobile, tend to ve
Joung hopefuls and/or are upgrading their professional skills. Tn spite
of the small numbers, these patterus show very clearly.




